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The purpose of the study was to examine the perceptions 
of black high school teachers and principals toward 
performance teacher evaluation in South Africa. 
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analyzed using Pearson r Correlation Coefficients. 
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The evaluation process has been comprehensively applied 
to innumerable areas to solve as many different types of 
problems as possible. While few educators dispute the value 
of evaluation, there has been controversy about what 
evaluation entails and how it should be used. Public pressure 
for accountability and legislative mandate have resulted in 
greater emphasis upon teacher evaluation. Effective 
evaluation, however, must be viewed as non-threatening to the 
ones being evaluated. Few teachers would resist accounting 
for theirs if they could be certain that the results would 
help improve their teaching skills and that the process proved 
both fair and equitable (Hamby 1983). 
The problem of performance evaluation of classroom 
teachers has become a major issue in the education community. 
No subject stimulates as much controversy among educators as 
teacher supervision and evaluation. The ongoing observation 
of teaching both for formative purposes of development and for 
summative purposes of accountability is considered a pillar of 
instructional excellence. Despite this, teaching remains 
essentially a private activity rarely interrupted by external 
scrutiny (Huddle 1985) . 
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A participatory role for teachers in the development of 
an evaluation plan would provide an opportunity for excellent 
input from those who have knowledge; and create ownership and 
responsible action within the profession (Rooth & Iverly 
1990). Those teacher evaluation system not grounded in the 
organization, and the role theory, are subject to question by 
the very individuals for whom they are designed to asses (Gray 
1990). 
Teachers traditionally have never argued against the 
concept of evaluation; their objections concern the evaluation 
process (Manning 1985). Despite the concern about the whole 
evaluation process, it has generally been accepted that there 
is a need to evaluate the performance of teachers in the 
classroom. Evaluation is, perhaps, the most acceptable method 
ensuring accountability, monitoring performance, and measuring 
the extent to which the goals and objectives of schooling are 
being met (Williams 1990). 
It is easy to understand why many teachers do not trust 
evaluation as it has been performed in the past. 
Administrators have used evaluation as a tool to judge the 
value of a teacher's performance. They have to use a single 
evaluation system to meet the needs for both developmental 
growth of teachers and accountability of a teacher's value. 
An evaluation system that makes the most of the distinction 
between formative and summative evaluation will reduce the 
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suspicion and distrust that have plagued teacher evaluation 
for years (Barber and Klein 1983). 
If evaluation is to lead to improvement of schools, it 
must link the behaviors of the individual to the goals of the 
organization. To accomplish this, the goals of the district 
and the school must be clear, well-understood, and linked 
directly to the instructional process. There must be a basis 
of trust upon which this is built. To achieve this, the 
evaluator must explain all procedures and expectations to 
evaluatees beforehand. If evaluators have their own agendas, 
beliefs, and values, they must be discussed in detail to 
clarify expectations prior to the initiation of the evaluation 
process (Conley and Dixon 1990). 
The relationship between an evaluators and the teacher 
requires an accepting, supporting, non-threatening climate. 
The supervisor or evaluator must have the confidence of the 
teacher. The atmosphere cannot be one in which a teacher may 
fear that class observations will be collected and possibly 
used as evidence against him (Howsam 1963). 
Some evaluators have induced stress through coercive 
management while others have reduced stress by helping 
teachers cope with their related roles. If teachers feel 
threatened by the methods of the evaluation or are unsure of 
its ultimate purpose, then the system will not work (Goens and 
Kuciejczyk 1981). 
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Purpose of the Study 
The primary purpose of this study was to determine the 
perception of black high school teachers and principals toward 
teacher performance evaluation in South Africa under the 
Department of Education and Training (DET). Inspite of all 
this evaluation program, which is implemented in all the 
schools, productivity is seemingly low. The main premise of 
the study was that if specific areas of the evaluation 
instrument that are rejected by teachers could be identified, 
then the Department of Education and Training would take 
manipulative steps to minimize or eliminate those factors. 
Background of the Problem 
The education system in South Africa for black schools 
was centralized under Department of Education and Training 
(DET). The education system was based on the Christian 
National Education (CNE) philosophy. Its aim was to provide 
basic level of education for the black majority so that white 
minority supremacy be guaranteed. The racist logic was that 
of maintaining African education at a limited level so that 
the fences around the "forbidden pastures" would remain secure 
(Unterhalter 1991). 
Teachers, many of whom used to be untrained, have 
progressed through the system and have, seemingly, become 
competent at their jobs either through experience gained from 
the job, formal on-the-job inservice training, or through 
formal institutionalized training (Williams 1990). 
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Long before 1948 there was a system of segregated and 
unequal education. White education was free and compulsory, 
and the system was expanding. Black education was neglected. 
There had long been shortages of money, which meant that the 
system suffered in all ways—not enough schools, not enough 
teachers and not enough children in the schools (Christie 
1986) . 
The matriculation examination results for black schools 
have always been lower than 50 percent, while matriculation 
examination results for whites have always been above 90 
percent (Unterhalter 1991). These shocking results were a 
cause for concern both locally and internationally. 
The main reason was that the two systems of education use 
the same process of evaluation. The evaluation process is 
much more easily implemented in the white schools than it was 
implemented in the black schools. The black schools had to 
deal with very high numbers of children with very few 
teachers. Most schools do not have sufficient number of 
qualified teachers. The principal in most schools must teach 
and still evaluate teachers. 
Some principals in black schools would take the lesson 
plans and sign them so that they are seen by the departmental 
inspectors to have controlled the work. The use of lesson 
plans as a method of assessment is questionable. There are 
some principals who require lesson plans while others do not. 
Consequently there is no equity in the system. 
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On the other hand the white principals make use of the 
evaluation system to develop their teachers. The teachers 
here are trained as evaluators. In black schools, Inspectors 
of Education evaluate teachers in the school and write reports 
about their findings. This system has not been very helpful 
to teachers, because the Inspectors of Education would use 
their position power to coerce teachers. In some cases they 
would observe just a handful of teachers and leave the rest. 
The system lacked some consistency and uniformity. 
Another type of assessment was done by a panel of 
inspectors of Education from different circuit offices. Their 
visits would lasts for a day or two. After the visit, reports 
would be written about their findings and forwarded to Circuit 
Office and the schools. 
The Department of Education and Training (DET) decided to 
develop an evaluation program which was used by schools to 
evaluate teachers. Teachers were not requested to make an 
input into this process. They had to apply it without 
question. The evaluation program looked good on paper, but 
the black teachers regarded it as another form of oppression 
from the government through the Department of Education and 
Training. 
The breaking point came in 1990 when thousands of black 
teachers for the first time in some 50 years organized protest 
marches, "delivering lists of grievances at regional offices 
of the Department of Education and Training (DET) and, in one 
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case, piling their 'green record books' on the pavement at the 
entrance to DET offices." What is more, the militant teachers 
have been refusing to prepare lessons, to be evaluated, and to 
urge student learning—in short, to work hard for a system 
they reject as racist and corrupt (Murphy 1992) . 
Some teachers felt that the present system of inspection 
and evaluation was designed to supervise, control and manage 
apartheid education; and that the present system of inspection 
and evaluation has been used to victimize and harass teachers 
(Mthembu 1993). 
Some teachers are not happy with the evaluation involving 
inspectors. Teachers felt they should be evaluated by the 
principal, assistant principal and heads of department (Khoza 
1993) . 
The evaluation instrument was never made available to 
teachers. It was kept as a confidential document to be 
handled by evaluators only. Teachers were not supposed to 
know the factors to be evaluated on. Teachers should know 
what to expect from the evaluation process. 
Statement of the Problem 
The problem which was studied in this research was based 
on the perception of teachers and principals toward 
performance teacher evaluation system in the Department of 
Education and Training in South Africa. The process was used 
mainly as a system of achievement recognition and to identify 
potential for promotion posts. 
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The system of evaluation did not consider the new and 
well qualified young teachers for early promotion or merit 
award. The young teachers are against this system which 
discriminates against them on the grounds of experience. 
In light of this situation, this research was conceived 
as a method of presenting a solution to this problem by (1) 
improving the evaluation system to be more on teacher 
development; (2) improvement of instruction; and (3) to make 
teacher evaluation acceptable to teachers and principals. 
Significance of the Study 
Recent studies of teachers' perceptions toward the 
evaluation process recommended additional research. Brodofsky 
(1977) conducted a study of educator attitudes toward teacher 
evaluation. His study recommended that further research 
should take place to identify the evaluation practices that 
teachers perceive as most appropriate to the evaluation 
process. A study by Webber (1976) of teachers' perceptions of 
teacher evaluation practices provides several recommendations. 
Webber noted that since teachers are the people who are being 
evaluated, new approaches to the teacher evaluation process 
should be studied which might add positive aspects to the 
structure of teacher evaluation and future studies should take 
into consideration various factors of teachers themselves 
Powell (1982) conducted a study of the relationship 
between clinical supervision and teacher attitudes. This 
study recommended that similar studies be performed where the 
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Cogan/Goldhamxner model of clinical supervision is used and 
that clinical supervision be made an accepted part of the 
formal teacher evaluation. 
Setterlund (1990) conducted a study on perceptions of 
teachers and principals toward teacher evaluation by 
principals in the Tennessee Public Secondary Schools. His 
study recommended the need for further efforts to improve the 
teacher evaluation process to be joint efforts of teachers and 
principals. 
Weaver (1989) conducted a study on an analysis of the 
purpose of teacher evaluation as perceived by evaluators and 
evaluatees in selected Indiana school districts. The findings 
in this study strongly support the need for future research in 
the design and implementation of formative teacher evaluation 
practices emphasizing supervision for the improvement of 
instruction. 
Another reason for conducting this study was hoped to 
provide information on perceptions of teachers within the 
school system on teacher evaluation. 
Research Questions 
In an attempt to analyze the perceptions of black high 
school teachers and principals toward performance teacher 
evaluation in South Africa, the following research questions 
were addressed: 
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1. Is there a statistically significant relationship 
between the teaching experience of South African 
educators and perceptions of principals' roles in 
evaluation conferences? 
2. Is there a statistically significant relationship 
between the teaching experience of South African 
educators and perceptions of evaluator's behavior 
during observations? 
3. Is there a statistically significant relationship 
between the teaching experience of South African 
educators and perceptions of freguency of teacher 
evaluations? 
4. Is there a statistically significant relationship 
between the teaching experience of South African 
educators and perceptions of freguency of feedback 
of evaluation results? 
5. Is there a statistically significant relationship 
between the teaching experience of South African 
educators and perceptions of freguency of 
teachers' role in interpreting evaluation results? 
6. Is there a statistically significant relationship 
between the teaching experience of South African 
educators and perceptions of training evaluators? 
7. Is there a statistically significant relationship 
between the teaching experience of South African 
educators and perceptions of principals' roles in 
evaluation conferences? 
8. Is there a statistically significant relationship 
between the educational gualifications of South 
African educators and perceptions of evaluators' 
behavior during observations? 
9. Is there a statistically significant relationship 
between the educational gualifications of South 
African educators and perceptions of freguency of 
teacher evaluations? 
Is there a statistically significant relationship 
between the educational gualifications of South 




11. Is there a statistically significant relationship 
between the educational qualifications of South 
African educators and perceptions of teachers' 
role in interpreting evaluation results. 
12. Is there a statistically significant relationship 
between the job position of South African 
educators and perceptions of training evaluators? 
13. Is there a statistically significant relationship 
between the job position of South African 
educators and perceptions of principals' roles in 
evaluation? 
14. Is there a statistically significant relationship 
between the job position of South African 
educators and perceptions of evaluator's behavior 
during observations? 
15. Is there a statistically significant relationship 
between the job position of South African 
educators and perceptions of freguency of teacher 
evaluations? 
16. Is there a statistically significant relationship 
between job position of South African educators 
and perception of feedback of evaluation results? 
17. Is there a statistically significant relationship 
between job position of South African educators 
and perceptions of teachers' role in interpreting 
evaluation results? 
18. Is there a statistically significant relationship 
between the job position of South African 
educators and perceptions of training of 
evaluators? 
19. Is there a statistically significant relationship 
between gender of South African educators and 
perceptions of principals' and teachers' roles 
in evaluation conferences? 
20. Is there a statistically significant relationship 
between gender of South African educators and 
perceptions of evaluators during observations? 
Is there a statistically significant relationship 
between gender of South African educators and 




22. Is there a statistically significant relationship 
between gender of South African educators and 
perceptions of feedback of evaluation results? 
23. Is there a statistically significant relationship 
between gender of South African educators and the 
perceptions of teachers' role in interpreting 
evaluation results? 
24. Is there a statistically significant relationship 
between the gender of South African educators 
and perceptions of freguency of teacher 
evaluations? 
Summary 
This introductory chapter focused attention on the 
problem of perception of Black high school teachers and 
principals toward performance teacher evaluation in South 
Africa. The chapter also contains the purpose of the study, 
the background of the problem, the statement of the problem, 
the significance of the study, the research guestions and the 
summary. 
CHAPTER II 
REVIEW OF LITERATURE 
Introduction 
According to Fuller (1989) teacher evaluation is a 
process that has been going on informally for generations. 
The performance evaluation of classroom teachers has become a 
major issue in education community within the past ten years. 
Conley and Dixon (1990) observed that a tremendous amount of 
energy has been devoted to enhancing the skills in areas such 
as classroom observation, conferencing, elements of effective 
instruction and supervising the marginal teacher. In 
addition, considerable time and effort has been expended 
developing evaluation systems that lead to the improvement of 
instruction (Conley and Dixon 1990). 
Evaluation is an integral part of the teaching function. 
Assessing the effectiveness of teachers' performance is 
crucial to achieving one of the major goals of the school— 
high academic performance by students (Tucker 1990). 
Evaluation is an inherent part of the administrator's 
position. The administrator is responsible for improving 
education in the school and for appraising teacher performance 
(Shustert and Stewart 1973). Performance evaluation can—and 
does—serve multitude of purposes, only one of which is 
instructional improvement (Holdzkom 1991). 
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This chapter was designed to provide a deeper insight 
into the whole concept and use of teacher performance 
evaluation. 
The Concept Evaluation 
De Roche (1987), describes evaluation as a process used 
for determining the value, amount, or worth of something - a 
program, a product, a procedure, or other factors whatever, in 
the judgement of the principal and teachers, is worth the time 
and effort for date collection, analysis, and decision-making, 
can be evaluated. According to Root and Overly (1990) 
professionals generally agree that personnel evaluation is 
intended to improve instruction. It can pave the way to 
improved instruction for teachers based on meeting identified 
needs (Root and Overly 1990). 
According to Kaiser (1992) evaluation comes in three 
forms: formative, summative and diagnostic. Formative 
evaluation is intended to provide continuous feedback in small 
steps that lead to a summative evaluation. It provides data 
in the short term so that changes can be made immediately. 
Teachers generally support formative evaluation plans 
that are conducted using a consistent and professional 
approach. If formative evaluation plans are well done and 
used effectively, most summative evaluations become routine 
and non-threatening, as there will be few unfavorable 
summative evaluations (Root and Overly 1990). 
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Summative evaluation is final and leads to judgements 
about quality of performance based on criteria considered 
important in the educational setting (Kaiser 1992). Summative 
evaluation is usually conducted at the end of a specific 
period, project or process and is used primarily to determine 
the effects of the program, project or procedure. It leads to 
one of the three decisions at the completion of something—to 
change it, or cancel it (Roche 1987) . 
According to (Root and Overly 1990) summative evaluation, 
then, becomes an extension of formative evaluation or a 
separate process when additional information is needed. Thus, 
in the past, evaluation has mostly been summative in nature. 
However, contemporary teacher evaluation system must be 
multidimensional. it must not include summative features, 
designed to provide a basis for judging performance, but also 
be formative, in order to help teachers improve instructional 
competence (Katims and Henderson 1990). 
Diagnostic evaluation involves placement based on the 
ability and circumstances. It usually means that there is a 
problem and that diagnosis is needed to solve the problem. It 
usually refers to the placement of teachers in settings where 
they will function best, or to the solving of a problem such 
as weak classroom management. 
Personnel Evaluation 
Personnel evaluation is an extremely important step in 
the management process. It can pave the way to improved 
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instruction for teachers based on meeting identified needs 
(Root and Overly 1990). 
This type of evaluation has to do with assessing the 
performance of an individual engaged in doing a particular 
job. It is basically concerned with trying to ascertain or 
determine the proficiency of the worker in the task outlined 
in the job description. Various methods have been devised to 
measure this proficiency. Personnel evaluation is not usually 
a welcomed event. It is seen by many as oppressive, 
subjective, and unfair. Much dissatisfaction emanates from 
the fact that the evaluatee has very little input into the 
evaluation process (Williams 1990). 
Teacher resistance to evaluation is a reasonable reaction 
if the evaluation process is subjective, unreliable, and open 
to bias. The resistance from teachers is not against 
evaluation; rather, it is an argument for using better 
evaluation procedures that focus on teacher performance. A 
better process with reasonable procedures would help resolve 
the concern teachers have for the evaluation process (Soar, 
Medley and Coker 1983). 
Personnel evaluation is a process that involves 
continuous and effective interaction between professional 
educators. Meaningful evaluation will provide means for 
improved learning for teachers (and students) based on meeting 
individual needs and interests (Root and Overly 1990). 
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In a study of teachers1 perceptions of teacher 
evaluations Jensen (1981) found varying degrees of willingness 
among teachers about being evaluated by others. The teachers 
differed in whom they were willing to accept as an evaluator. 
Some teachers favored a composite of people while others 
preferred to include only the principal or district 
administrator. The teachers differed in whom they were 
willing to accept as an evaluator. Some teachers favored a 
composite of people while others preferred to include only the 
principal or district administrator. The teachers expressed 
a preference for an evaluator that could skillfully observe 
and describe the events of teaching. Jensen also noted that 
evaluation procedures and the manner and extent by which the 
procedures are carried out are the most influential factors on 
teacher perceptions. Unjust evaluation practices aroused the 
strongest feelings of distrust toward evaluations (Lowrey 
1985). 
Teacher Performance Evaluation 
Evaluation is essential for accountability and is a fact 
of educational life despite its discomforts to administrators 
and teachers (Houston 1963). Teacher evaluation in most 
schools today is primarily the responsibility of the principal 
(Grossnikke and Cutter 1990). 
The purpose of valuation should be to improve teaching. 
Evaluation should not be used as a threat or to hurt the 
teacher, but be rather as a way to improve the quality of the 
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employee's performance and to facilitate professional growth. 
Evaluation should be seen as an appraisal to measure teacher 
effectiveness, not just ability. Administrators should view 
evaluation process as a way to show teachers that they can be 
successful in their classroom (Isenberg 1990). 
An evaluation strategy should be designed to protect a 
teacher from unjust criticism as well as to provide specific 
information to the teacher whose work is unsatisfactory, so 
that the teacher may have adequate opportunity for improvement 
(Larson 1984). 
Methods of Evaluating Teacher Performance 
Observation 
Presently, observation would seem to be the most popular 
method of assessing the performance of teachers. During 
observation, the supervisor gathers "neutral data" on the 
teacher and/or student behavior agreed upon for focus. 
Following the observation, the supervisor/supervisee analyze 
results attained versus results desired, and in the 
postconference discuss the lesson in the light of the evidence 
gathered (MacNaughton, Tracy and Rogus 1984). 
An effective evaluation plan takes into consideration the 
use of both formal and informal teacher observations. The 
value of formal observations where the principal visits the 
classroom semi-annually and takes notes, it minimal at best. 
The value of formal observation is questioned further, in that 
a poor teacher may be able to quickly improvise a great 
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presentation for one class period and impress the evaluator. 
A superior teacher, in contrast, probably would not change 
anything because of the observation and may not seem as 
effective as the teacher who improvised. If formal classroom 
visitations must be part of an evaluation strategy, 
evaluations should bear in mind the minimal value of this 
activity. Time would be better spent with informal 
observations, looking at actual and anticipated outcomes, and 
jointly planning to improve instruction. 
Approaching the observation of classroom activities from 
a positive and constructive standpoint is sometimes called 
clinical supervision. It requires a teacher and principal to 
agree, prior to every classroom observation, as to what is to 
be accomplished in a lesson and how such accomplishment is to 
be measured. Following the classroom observation the 
principal and the teacher get involved in a post-conference. 
The primary purpose of this meeting is to determine what can 
be done to improve teaching and learning and what resources 
are available to the teacher. The principal and the teacher 
cooperatively develop an instructional improvement plan, 
designating responsibility for what, is going to be done, who 
is going to do it, and when it is to be accomplished (Larson 
1984) . 
Interview 
Essentially, an interview is a conversation between two 
individuals set up to generate information about the person 
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being interviewed or other matters that are familiar to the 
respondent. However, there are four characteristics of an 
interview that distinguish it from an ordinary conversation. 
First, an interview is a structured conversation with 
direction and format; it has a beginning, middle, and 
conclusion. Second, the interview is conducted by an 
individual who is prepared to move it in a direction dictated 
by the occasion. Third, both parties to the interview 
understand its purpose, which can be accomplished only through 
cooperation. Finally the nature of the interview is clearly 
defined and specified. All interviews are more effective if 
they are conducted in a pleasant environment. This will help 
put the candidate at ease and will facilitate the kind of 
verbal exchange that gives the interviewer the most 
information about each interviewee. The interviewer should 
find a room that allows the interview to be conducted without 
interruptions and should arrange the furniture in the room as 
to have eye contact with the candidate during the session 
(Rebore 1987). 
No other selection is so heavily dependent upon as 
interviewing—and none gives such misleading results. One 
reason why interviewing is so assiduously practiced and so 
unquestioningly relied on is that we seldom keep usable 
records of impressions gained in interviews and then validate 
them against future performance. In the absence of corrective 
feedback, one can repeat mistakes interminably without ever 
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knowing it. Also, interviewing can be just as biased as other 
selection devices, if the usual stereotypes are present in the 
mind of the interviewer. On the other hand, interviewing can 
be a useful practice, provided that the interviewer is 
extremely careful about the information he or she collects and 
the inferences he or she draws from it. Interview formats 
should be painstakingly constructed to elicit responses that 
are desirable and relevant to effective performance on the job 
(Harris et al. 1985). 
The interview consists of oral interactions between a 
respondent and an interrogator. Advantages of the interview 
include the ability of the respondent to ask questions and the 
opportunity for the interviewer to judge nuances of expression 
as well as interview content. Disadvantages include the 
difficulty in analyzing and categorizing unstructured 
responses, and the relatively high cost of training 
interviewers, meeting with respondents individually, and 
obtaining reliability and validity. Another potential source 
of invalidity is interviewer bias. Untrained or poorly 
trained interviewers are likely to hear what they want, what 
they expect, or what they are "expected" to hear. Generally 
data obtained from interviews have not been an accurate 
predictor of such diverse criteria as grades, supervisory 
ratings, production records, and clinical psychognoses of some 
forms of psychopathology. However, because validity 
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coefficients are obtained for specific purposes i.e., 
selection, diagnosis, and so forth (Sax 1974). 
The interview obviously involves a face-to-face 
relationship between the interviewer and another individual. 
When used as a self-report technique, the interviewer is 
mainly interested in securing information concerning the 
individual's attitudes, opinions, interests, and the like. 
Information is elicited by direct questioning which may be 
structured or unstructured. In the structured interview, a 
form is generally followed and all interviewees are asked the 
same questions. In the unstructured interview, the 
questioning is guided by a central purpose, but the specific 
questions are determined by the development of the interview. 
Teacher-pupil and teacher-parent conferences are usually of 
the unstructured type. The flexibility of the unstructured 
interview makes it possible for the interviewer to pursue 
promising leads which arise spontaneously and the interviewee 
to elaborate upon his answers until he is certain that his 
feelings and attitudes are clearly understood. This 
flexibility of response is seldom found in other evaluation 
techniques (Grondlund, 1977). 
The success of the entire interviewing process rests on 
the interviewers' skill in asking questions. It is a skill 
that is acquired through experience. However, a well-planned 
interview with a preestablished set of questions can be 
extremely useful to even the most experienced interviewer, and 
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it is a necessity in the standardized interview (Rebore, 
1987). 
Ratings Scale 
Rating scales have been used widely to assess classroom 
instruction and management. Assessments are often based on 
predetermined items such as teaching the lesson relevant to 
objectives, giving clear directions, monitoring, and 
questioning techniques. While some instruments may be 
appropriate, we suggest that there are alternatives to rating 
scales that can help teachers become effective. One 
recommendations is to focus on demonstration teaching to 
reinforce effective teaching while eliminating ineffective 
practices. Another recommendation would be videotaped 
observations. Teachers can use the observational data 
acquired to perform a self-assessment and to receive feedback 
from fellow teachers and administrators (Root and Overly 
1990). 
Teacher Performance Evaluators 
In this section, four groups of teacher performance 
evaluators will be examined. These are supervisors, peer 
teachers, students, and teachers as self evaluators. 
Supervisors 
A review of literature in this area indicates that one of 
the most popular persons involved in the teacher performance 
evaluation process is the supervisor. This individual is 
usually charged with responsibility of monitoring and 
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supervising the performance of his or her subordinates and 
consequently, he or she is faced with having to evaluate the 
performance of that subordinate (Williams 1990). 
The major responsibility of school administrators is to 
make judgements regarding the quality of school programs and 
the effectiveness of staff members. In fact, most 
administrators agree that evaluating teacher performance is 
the most important function of principals. Most 
administrators would also agree that improvements in 
performance evaluation are long overdue (Larson 1984). 
In an effort to pay attention to teacher evaluation, many 
school districts have adopted a teacher evaluation model which 
makes use of people such as departmental chairpersons. The 
evaluation process, they believe, may benefit from a second 
opinion. This system recognized the futility of an 
administrator dropping in for one or two visits (Crossnickle 
and Cutter 1984). 
There are educational supervisors and administrators who 
rely on unscheduled observations of teachers. Conferences are 
held at the supervisor's discretion, and the content of the 
supervisor controls and directs the content of the 
conferences. The emphasis is on negative criticism and fault¬ 
finding. This type of a supervisor owns the process. In 
contrast, other supervisors emphasize the use of formative 
evaluation. The goal of formative evaluation is to develop 
and retain teachers with the philosophy that teachers are 
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capable of self discretion. In this evaluation the process is 
owned by both the teacher and the evaluator (Goldman 1983). 
Peer Evaluation 
Some teachers feel that the person most qualified to 
assist them in developing and refining instruction are other 
teachers (Kaiser 1992). An alternative method for conducting 
teacher evaluation is to incorporate a system of collegial or 
peer evaluation. The first step in implementing such a system 
would be to have the teacher, the chosen teachers/evaluators, 
and the administrator agree on criteria. Appointments by both 
peers and administrators would be set up beforehand, and they 
would be scheduled throughout the year. Conferences would 
precede and follow each observation, with a final conference 
toward the end of the year providing for the summative 
evaluation. The advantages of peer evaluation include 
increased validity, a mechanism for formative evaluation, and 
the opportunity for professional development. This format can 
be better perceived as more valid because teacher believe that 
fellow teacher have more expertise than administrators where 
teacher evaluation is involved (Crossnickle and Cutter 1984). 
In the traditional model, principals, associate 
principals, or department heads provide feedback to teacher on 
their classroom performance. For the most part, these 
evaluations are not viewed as an accurate indicator of a 
teacher's effectiveness by teachers themselves. On the other 
hand, teachers believe they have a professional obligation to 
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evaluate each other and view this evaluation in a more 
positive light. Teachers feel peer feedback is generally more 
acceptable and accurate than that provided by administrators. 
Peer evaluation leads to open dialogue between teachers. It 
enables the teacher to evaluate how effective the instruction 
really is, and, it allows the teacher to experiment without 
placing his or her job on the line. More freedom of 
instruction can take place by using one's peers to provide the 
necessary feedback and support. Peer evaluation coupled with 
a formal evaluation system is the best for achieving teaching 
excellence in the classroom (Murphy 1987). 
The use of peers as evaluators can help to transform the 
evaluation process into a school improvement procedure. Peer 
evaluations can become involved in identifying competent 
teaching. Through utilization of peers, the possibility of 
staff ownership of the evaluation system is enhanced. There 
is increased morale, collegiality, and communication. An 
outstanding side benefit occurs as peer observers visit 
classrooms. The peers also learn! Peer observers can help 
the formative evaluation program gain the need factors of 
trust and collegiality. Fear of negative judgement on the 
part of the teacher has prevented those in authority from 
being effective in helping teachers to improve (Manning 1988). 
Despite the objections to peer evaluation, there is a 
possibility of introducing some credibility into the process. 
One way in which this can be done, is by being selective about 
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do what needs to be done to enable that teacher to be provided 
with assistance, ideas, and suggestions (DeRoche 1987). 
Self Evaluation 
Like self-supervision, self-evaluation can be a powerful 
method for changing behavior and improving instruction. Self- 
evaluation, although effective for new and inexperienced 
teacher, may be the most significant part of a teacher 
evaluation plan for experienced tenured teachers (DeRoche 
1987) . 
Those who oppose self-evaluation maintain that competent 
teachers, emotionally mature, and secure, tend to under¬ 
evaluate themselves and that those who are marginal or weak in 
performance, insecure, are prone to overestimate their 
accomplishments. Opponents say self-evaluation is a 
relatively unreliable measure of competence and, therefore, 
its usefulness as a tool in the evaluative process is open to 
serious question. Those people who are in favor of self- 
evaluation respond by saying that it can be a very effective 
instrument of evaluation and that the inadequacies enumerated 
above result from misuse of the self-assessment process and 
not necessarily from any basic weakness in the technique 
itself (Redfern 1980). 
Teacher self-assessment has potential if it is based on 
data analysis from the teacher's own classroom, rather than a 
simple self-report (Freiberge 1987). School self-evaluation 
requires a highly professional teaching force, trained in the 
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skills of institutional review, aware of and confident in 
their own professionality, possessed of the high morale 
necessary to seek for constant improvement in the quality of 
the education which they offer and confident of support in 
this from other stakeholder in education. School 
self-evaluation requires that teachers be trained for it. 
Whilst many educationists advocated this form of self- 
evaluation as the least threatening, the most fair, and the 
most effective in terms of change, there was little evidence 
of what was happening in the field. Certainly there was no 
overview (James 1987). 
Review of Related Research Studies 
An analysis of teachers' and administrative' perceptions 
toward teacher evaluation conducted by Houston (1981) found 
that significant differences existed among teachers and 
administrators. There was a significant lack of agreement on 
the number of observation which should be performed, the 
degree of teacher involvement, and the overall evaluation 
process. The method utilized in the evaluation did not 
influence the teachers' perceptions of the purposes for 
teacher evaluation. 
Bordofsky (1977) conducted a study to determine what 
effects certain variables (i.e., purpose of evaluation, 
position held, and level of instruction) had on the attitudes 
of teachers toward evaluation. Teachers who perceived the 
purpose to be for improvement of instruction had more positive 
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attitudes toward the teacher evaluation practices. A majority 
of teachers perceived teacher evaluation to be for 
administrative purposes. The findings indicated teachers' 
attitudes toward evaluation would be more positive if their 
perceptions of the purpose merely more in agreement with the 
intended purpose. 
Valesky (1989) examined the perceptions of teachers and 
principals toward teacher evaluation by principals in 
Tennessee Public Secondary Schools. A significant difference 
was found between the responses of principals and teachers in 
all areas. Principals indicated more positively than teachers 
that the evaluation process was successful in assisting 
teachers in improving their skills. It was also found that 
those individuals who received evaluation training had a more 
positive perception of the effectiveness of the process of 
teacher evaluation than did those who had not received 
training. 
Brown (1989) examined the perceptions of teachers and 
principals toward teachers evaluation by principals in 
Tennessee Public Secondary Schools. A significant difference 
was found between the responses of principals and teachers in 
all areas. Principals indicated more positively than teachers 
that the evaluation process was successful in assisting 
teachers in improving their skills. It was also found that 
those individuals who received evaluation training had a more 
positive perception of the effectiveness of the process of 
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teacher evaluation than did those who had not received 
training. 
Al-Nayadi (1989) investigated the educators' perceptions 
of the teacher evaluation system with 60 administrators and 
400 teachers in the United Arab Emirates. Few significant 
differences between the perceptions of administrators and 
teachers were found, and there were significant areas of 
agreement between the two groups. Both administrators and 
teachers reported positive perceptions of the teacher 
evaluation system. There were no significant differences 
between the two groups regarding the use of evaluation results 
to improve teacher performance or the establishment of 
appropriate criteria to evaluate teachers. The two groups 
differed on perceptions of the proper timing of teacher 
evaluations. Demographic characteristics (gender, years of 
experience and educational background) generally had no effect 
on perceptions. 
Hathorn (1989) conducted a study to determine the impact 
of a state pilot teacher evaluation system on teacher 
performance, attitudes, and behaviors. Sixty-three percent of 
the teachers indicated that the appraisal system helped with 
their teaching performance. Fifty-four percent of the 
teachers reported that the appraisal system had significant 
effect on their attitude. The analysis also revealed that 
sixty-one percent of the teachers indicated that the appraisal 
system had a positive effect on teachers' behavior. Only five 
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percent of the teachers surveyed reported that the appraisal 
system was a hindrance. 
Zelenak (1973) examined teacher perceptions of the 
teacher evaluation process by using the semantic differential. 
In the study of 400 teachers, Zelenak concluded that teachers 
who feel evaluation is for instructional purposes are 
supportive of evaluation. In contrast, those who feel 
evaluation is utilized for administrative purposes (i.e., 
promotion, retention, and dismissal) view the process in a 
negative manner. 
Lawler (1992) conducted an examination of teacher 
evaluation in Iowa. The analysis revealed that evaluator 
approval training had significant effects on the overall 
quality of evaluation. The study, however, revealed no 
significant effect on the impact of teacher evaluation. 
Specifically, the training did not significantly alter 
teaching practices, attitudes about teaching, and 
understanding about teaching. In addition, nearly 60 percent 
of teachers rated teacher evaluation as "moderately good" to 
"super good." Only six percent of the teachers rated 
evaluation as "poor" to "super poor." 
Francis (1988) conducted a study on teacher evaluation 
and the improvement of instruction in the Elementary School. 
Teachers' perceptions of current evaluation processes and 
suggestions for alterations in their evaluations that will 
lead to the improvement of performance were gathered through 
33 
interviews and questionnaire. The data indicate that the 
evaluation of teachers in the study schools is an infrequent 
process in which teachers have little involvement. Teachers 
reported that the evaluation is not an effective means of 
improving performance, and they are more likely to rely on 
each other for suggestions for improvement rather than the 
evaluator. Teachers would support an informal peer evaluation 
system along with a self-evaluation that leads to goal 
development. The study concludes with the suggestion that 
teachers and administrators must work together to remove 
barriers that hinder constructive and meaningful evaluation of 
teachers—evaluation that will lead to improved instruction 
and increased student learning. 
Freel (1987) distributed a 29 question survey to teachers 
throughout the state of Michigan on a study of teacher 
evaluation as it affects the attitude and performance of 
teachers and the following data was obtained: (1) fifty-two 
percent felt the evaluation system helped them perfect skills 
as teachers, (2) sixty-eight percent felt evaluation is done 
as a means of fulfilling an administrative responsibility, (3) 
fifty-one percent indicated they had no input in the 
evaluative form and procedure, (4) fifty-four percent felt the 




The chapter examined the concept evaluation, teacher 
performance evaluation, methods of evaluating teacher 
performance and the review of related research studies. It 
showed that, despite objections and problems which might be 
associated with teacher evaluation the process have merits for 
the development of education. View of literature was reguired 
to analyze what research has been done in the area of 
evaluation, the concept evaluation, personnel evaluation, 
methods of evaluating teacher performance evaluators. 
CHAPTER III 
THEORETICAL FRAMEWORK 
In this chapter, the theoretical focus of the research is 
stated, the variables are defined, linkages among the 
variables are explained, and the research hypotheses are 
specified. 
Focus of the Research 
The purpose of the study was to determine perception of 
Black High School Teachers and Principals Toward Performance 
Teacher evaluation in South Africa. 
The investigator asserted that the principals would 
consider the teacher performance evaluation beneficial, while 
teacher' perception toward performance teacher evaluation 
would be less positive. The more experienced teachers would 
consider performance teacher evaluation more positive, while 
inexperienced teacher's perception toward teacher evaluation 
would be less positive. The well qualified teachers would 
consider performance teacher evaluation more positive, while 
the less qualified teachers would consider performance teacher 
evaluation less negative. 
Definition of Terms 
In order to ensure a unified understanding of terms which 
are used in this research, this section provides the 
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reader with definition of meaning of specific terms, and the 
context in which they are used in this study. 
Department of Education and Training fPET)—It is the 
main office that controls Black Education including the 
control and administration of all examinations. 
Circuit Office—It is the office that controls about 40- 
50 schools both Lower Primary (Elementary), Higher Primary 
(Middle), and High schools. 
Matriculation Examination—This examination awards 
certificates for students who guality after attending school 
for 12 years without failing in any class. The certificate 
gualifies one for admission to a College of Education, 
University including employment and entrance into any field of 
study. 
Junior Secondary School—Is a school that teaches 
standard 6-7. 
High School/Senior Secondary School—Terms are used 
interchangeably for the schools which provide an academic 
secondary curriculum. Students entering these schools have 
successfully completed the reguirements for standard 5 
examination. The School caters for standard 6-10. 
College Trained Graduate—Individuals who have been 
certified to teach by a College of Education. 
Trained Graduate—Individuals who holds a degree and a 
teachers diploma from a university. 
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Pre-Trained Graduate—The holder of a diploma from a 
university, but who has no degree. 
Trained Post—Individual who has been certified to teach 
and who also completed a second degree (Honors Degree). 
Apartheid—Is a system of racial discrimination and 
racial segregation of groups of people according to color in 
South Africa. 
Dependent Variables 
The dependent variables are those variables which will 
remain constant and will not be subject to manipulation by the 
researcher (Tuckman, 1974). In this case, the dependent 
variable is Perception of Teacher Performance Evaluation. 
Independent Variables 
The independent variables are those variables which will 
be manipulated by the researcher against the dependent 
variables. The independent variables in this instance are 
teachers and principals. 
Independent Variables Dependent Variables 
Teachers and Principals Perception of 
Teacher Evaluation 
Performance 
Years of Teaching Experience 
Qualification of the Teacher 
Gender of the Teacher 
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Years of Teaching Experience 
Measure by the number of years the teacher has spent 
instructing students in a government recognized, academic, 
technical or vocational instruction. Teachers who have 
attained four (4) or more years of service are considered to 
be experienced. 
Educational Qualification 
The length of formal study undertaken by the teacher. 
Certification which the respondent has received from an 
accredited institution of higher learning, and which indicates 
that he or she has successfully completed a specific course of 
study. 
Teacher 
The position of an instructor in an educational 
institution. In this position, the individual is responsible 
for giving instruction to students in accordance with the 
institution's curriculum requirements and their job 
description. 
Principal 
The position given to an administrator of an educational 
institution, and indicates that he or she has the 
responsibility for the day to day operations of the 
institution. 
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Perception of Teacher Performance Evaluation 
Views which respondents have about the factors of 
performance, on which teachers are assessed and the items in 
which of those factors which are used measure specific 
aspects of the factor or performance of Teacher Performance 
Evaluation. 
Hypotheses 
The following hypotheses were developed and tested in 
order to analyze the relationship among the independent 
variables of teachers and principals, years of teaching 
experience, qualification of the teacher, gender, and the 
dependent variable of perception of teacher performance 
evaluation in Black High Schools in South Africa. 
1. There is no statistically significant relationship 
between teaching experience of South African 
Educators and perceptions of principals', and 
teachers roles in evaluation conferences. 
2. There is no statistically significant relationship 
between teaching experience of South African 
Educators and perceptions of evaluator's behavior 
during observations. 
3. There is no statistically significant relationship 
between teaching experience of South African 
Educators and perceptions of frequency of teacher 
evaluations. 
4. There is no statistically significant relationship 
between teaching experience of South African 
Educators and perceptions of feedback of evaluation 
results. 
5. There is no statistically significant relationship 
between teaching experience of South African 
Educators and perceptions of teachers' role in 
interpreting evaluation results. 
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6. There is no statistically significant relationship 
between teaching experience of South African 
Educators and perceptions of training of 
evaluators. 
7. There is no statistically significant relationship 
between the educational qualifications of South 
African Educators and perceptions of principals, 
and teachers roles in evaluation conferences. 
8. There is no statistically significant relationship 
between the educational qualifications of South 
African Educators and perceptions of evaluator's 
behavior during observations. 
9. There is no statistically significant relationship 
between the educational qualifications of South 
African Educators and perceptions of frequency of 
teacher evaluations. 
10. There is no statistically significant relationship 
between the educational qualifications of South 
African Educators and perceptions of feedback of 
evaluation results. 
11. There is no statistically significant relationship 
between the educational qualifications of South 
African Educators and perceptions of teachers' role 
in interpreting evaluation results. 
12. There is no statistically significant relationship 
between the job position of South African Educators 
and perceptions of training of evaluator. 
13. There is no statistically significant relationship 
between job position of South African Educators and 
perceptions of principals' and teachers' roles in 
evaluation conferences. 
14. There is no statistically significant relationship 
between job position of South African Educators and 
perceptions of evaluator's behavior during 
observations. 
15. There is no statistically significant relationship 
between job position of South African Educators and 
perceptions of frequency of teacher evaluations. 
There is no statistically significant relationship 
between job position of South African Educators and 
perceptions of feedback of evaluation results. 
16. 
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17. There is no statistically significant relationship 
between job position of South African Educators and 
perceptions of teacher's role in interpreting 
evaluation results. 
18. There is no statistically significant relationship 
between job position of South African Educators and 
perceptions of training of evaluators. 
19. There is no statistically significant relationship 
between gender of South African Educators and 
perceptions of principal's and teachers' roles in 
evaluation conferences. 
20. There is no statistically significant relationship 
between gender of South African Educators and 
perceptions of evaluator's behavior during 
observations. 
21. There is no statistically significant relationship 
between gender of South African Educators and 
perceptions of frequency of teacher evaluations. 
22. There is no statistically significant relationship 
between gender of South African Educators and 
perceptions of feedback of evaluation results. 
23. There is no statistically significant relationship 
between gender of South African Educators and 
perceptions of teachers' role in interpreting 
evaluation results. 
24. There is no statistically significant relationship 
between gender of South African Educators and 
perceptions of training of evaluators. 
Limitations of the Study 
The following are the limitations presented by this 
research: 
1. The number of respondents is small, and although 
representative of the population from which it is taken, 
presents the possibility for a greater margin of error 
than that of a larger sample. Because of the size the 
respondent sample and the type of study being conducted, 
the findings are not generalizable, and are applicable to 
this sample alone. 
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2. This research focuses on the evaluation of teachers in 
the Black High School system in South Africa only and 
does not consider evaluation at any other level. 
3. The perception of the sample on teacher performance 
evaluation are limited to one instrument. The response 
given are influenced by the contents of this instrument. 
Summary of the Theoretical Framework 
This chapter presented the theoretical framework for the 
study which discussed the focus of the research. The chapter 
also consisted of the identification of the independent and 
dependent variables. It also focused on analyzing the 
relationships among the independent variables and the 
dependent variable. To facilitate the analysis process, four 
hypotheses were developed. 
CHAPTER IV 
METHODS AND PROCEDURES 
Research Design 
This chapter describes the methods and research 
procedures utilized in this study which include (1) the 
research design, (2) research methods (instrument, subject, 
and methodology), and (30 the technique for analysis of data. 
The Research Design in this study was a Descriptive 
Research. The survey method was employed in this study. In 
this research design, the researcher had an opportunity to 
select random samples from each province of South Africa. 
The descriptive correlational design was utilized in this 
study. According to Ary, James and Razaviech (1985), 
correlational studies are frequently used in descriptive 
research that is concerned with determining the extent of the 
relationships existing between variables. Such studies enable 
one to ascertain the extent to which variation in one variable 
is associated with variations in another. The magnitude of 
the relationship is determined through the use of the 
coefficient of correlation. 
Calculation of a correlation coefficient between two 
variables results in a value that ranges from -1.00 to +1.00. 
A correlation of -1.00 indicates a perfect negative 
relationship, a value of +1.00 indicates a perfect positive 
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relationship, and the midpoint of this range, 0.00 indicates 
no relationship at all. 
The statistical significance indicates whether the 
coefficient obtained is different from zero at a given level 
of confidence. A statistically significant correlation 
represents evidence of an actual relationship rather than a 
relationship due simply to chance. 
The Population 
The population from which the sample for the research was 
taken was from high school teachers and principals in South 
African Department of Education and Training. The population 
included personnel from both rural and urban high schools. 
Sample 
The total research population consisted of 69 
participants (i.e., principals and teachers) males and females 
were represented in the sample. Through a process of random 
sampling, the researcher ensured that the sample is a true 
reflection of the population from which it was taken. The 
researcher also collected data in terms of respondent's years 
of teaching experience, educational qualification, number of 
years in present position and gender. 
Description of the Instrument 
The survey consisted of 32 items divided into two 
sections. The first part requested background information. 
The second part referred to preconference, observation, 
policy, and postconference in performance teacher evaluation. 
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Respondents were not required to identify themselves by 
name, however they were required to identify themselves in 
terms of the research groups, namely, teachers and principals. 
The survey was compiled by Dr. Claudette Williams (1990). 
The researcher modified the survey to meet the needs of the 
new population to be studied. 
Before the questionnaire was administered it was reviewed 
by experts in the field of Research and Educational 
administration. There were no survey items deleted based on 
the analysis. Validity was established and interpretations 
were made based on the data collected. 
Data Collection Procedures 
Before mailing the instrument to the sample population 
the researcher communicated with each respondent 
telephonically as they were distributed throughout the United 
States of America. The first mailing of the questionnaire 
along with the cover letter took place on February 20, 1993. 
Each respondent that was chosen for the survey was sent 
a questionnaire, a cover letter, and a return self-addressed 
stamped envelop with instructions to complete and return it 
within two weeks from the date of receipt. The cut-off date 
was scheduled for March 15, 199 3 and was adhered to. 
Questionnaires arriving after that date were not included in 
this study. Out of a total number of 69 questionnaires sent 
out 55 were received before the cut-off date. Nine 
questionnaires were received after the cut-off date and 4 were 
46 
not returned. The questionnaire returned represented 80 
percent and those not returned represented 20 percent. 
Statistical Applications 
Data were treated using statistical tools geared at 
providing answered to the hypotheses and research questions 
previously stated in Chapter III. The Pearson r correlation 
was used to determine the statistical relationships between 
the dependent and independent variables. 
Summary of methods and Procedures 
A descriptive design was used in this study. The 
population studied was randomly selected from teachers and 
principals from all the four provinces of South Africa who 
were studying education related degrees in the United States 
of America. 
The instrument consisted of items divided into two parts. 
The first part requested background information, and the 
second part dealt with the perception of teachers and 
principals toward performance teacher evaluation. 
The survey was mailed to the sample population and was 
mailed back by the respondents. The statistical tool selected 
to provide answers to the hypotheses and research questions 
was the Pearson r correlation. 
CHAPTER V 
ANALYSIS OF DATA 
The purpose of this study was to examine the perception 
of black high school teachers and principals toward 
performance teacher evaluation in South Africa. Furthermore, 
the study proposed to determine if there was a relationship 
between teachers and principals on years of teaching 
experience, number of years in a position, qualification and 
gender. 
The independent variables were examined to determine if 
a relationship existed between and among the variables that 
were studied. The independent variables studied were 
experience, qualification, position and gender, and the 
dependent variable was perception of teacher evaluation. An 
analysis was performed based on the null hypotheses. 
The Pearson r Correlation was utilized to determine the 
degree of correlation between the dependent variable and 
independent variables. As part of the analysis of data, the 
level of significance was set at .05. 
A total of twenty-two teachers, seven heads of 
department, one assistant/vice principal, four instructors at 
College/University and twenty principals responded to the 
survey. Table 1 provides a description of the composition of 
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respondents and the percentage of the respondents from the 
sample. 
TABLE 1 
A DESCRIPTION OF THE COMPOSITION AND PERCENTAGE 
OF RESPONDENTS FROM THE SAMPLE 





Teacher 22 40.00 22 40.00 
Head of 
Department 7 12.73 29 52.73 
College 
Instructor 5 9.09 34 61.82 
Assistant/ 
Vice Principal 1 1.82 35 63.64 
Principal 20 36.36 55 100. 
To quantify the results of the questionnaire survey, the 
numerical values 1, 2, 3, 4 and 5 were assigned. 
Questionnaire items 7 through 22 were entered using the 
following scale: SA=1, A = 2, U=3, D = 4 and SD = 5. 
Analysis of Findings 
The findings of the study are presented in a tabular 
format. Table 2 contains the analyses for hypotheses one 
through six. Table 3 contains analyses for hypotheses seven 
through twelve. Table 4 contains the analyses for hypotheses 
thirteen through eighteen. Table 5 contains the analyses for 
hypotheses nineteen through twenty-four. 
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TABLE 2 
PEARSON CORRELATION COEFFICIENTS BETWEEN TEACHING 
EXPERIENCE AND SELECTED PERCEPTIONS 
OF TEACHER EVALUATIONS 
Variable 
(Perceptions) 
Number r Significance 




conferences. 55 .29619 .05** 
2. Perceptions of 
evaluator's 
behavior during 
observations. 55 @ NS 
3. Perceptions of 
frequency of 
teacher 
evaluations. 55 @ NS 
4. Perceptions of 
feedback of 
evaluation 
results. 55 NS 





results. 55 NS 
6. Perceptions of 
training 
evaluators. 55 NS 
@ = These correlations were not significant 
NS = Not Significant 
** = Significant 
Hypothesis one is rejected because years of teaching 
experience was found to be significantly related to this 
perception. Persons with more experience disagreed with the 
joint orientation while persons with less experience tended to 
favor this approach. As presented in table 2, the Pearson 
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correlation coefficient of .29619 was found to be significant 
at the .05 level. The other five hypotheses related to years 
of teaching experience were accepted because they were found 
not to have significant correlations at either the .01 or .05 
levels of confidence. 
TABLE 3 
PEARSON CORRELATION COEFFICIENTS BETWEEN EDUCATIONAL 




Number r Significance 
7. Perceptions of 
principals' roles 
in evaluation 
conferences. 55 NS 
8. Perceptions of 
evaluator's 
behavior during 
evaluation. 55 NS 
9. Perceptions of 
frequency of 
teacher 
evaluation. 55 NS 
10. Perceptions of 
feedback of 
evaluation 
results. 55 @ NS 




results. 55 <a NS 
12. Perceptions of 
training 
evaluators. 55 NS 
@ = These correlations 
NS = Not Significant 
** = Significant 
were not significant 
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Hypotheses seven through twelve were accepted because the 
correlations, as presented in table 3, were not significant at 
either the .01 or .05 levels. 
TABLE 4 
PEARSON CORRELATION COEFFICIENTS BETWEEN JOB 




Number r Significance 




conferences. 55 -.29144 NS 
14. Perceptions of 
evaluator's 
behavior during 
observations. 55 @ NS 
15. Perceptions of 
frequency of 
teacher 
evaluation. 55 @ NS 
16. Perceptions of 
feedback of 
evaluation 
results. 55 @ NS 




results. 55 @ NS 
18. Perceptions of 
training 
evaluators. 55 @ NS 
@ = These correlations 
NS = Not Significant 
** = Significant 
were not significant 
Hypotheses thirteen through eighteen were accepted 
because correlations, as presented in table 4, were not 
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significant at either .01 or .05 levels. However, position 
was found to be significantly related to perceptions of 
whether teachers should be told of the time of the evaluation. 
The inverse correlation of -.29144 was significant at the .05 
level. This finding is interpreted to mean that as positions 
become higher the respondents believe that teachers should be 
told decreases. Classroom teachers tended to be more likely 
to be in favor of telling teachers of the time of evaluations 
than others. 
Hypotheses nineteen through twenty-four were accepted 
because, as presented in table 5, they were not significant at 
the .01 or .05 levels of confidence. However, gender was 
found to be significantly correlated with the perception of 
whether teachers should know the factors on which they should 
be evaluated. The correlation of .3012 was significant at the 
.05 level of confidence. Females tended to favor informing 
teachers while males tended not to favor this. 
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TABLE 5 
PEARSON CORRELATION COEFFICIENTS BETWEEN GENDER AND 
SELECTED PERCEPTIONS OF TEACHER EVALUATION 
Variable 
(Perceptions) 
Number r Significance 




conferences. 55 .3012 0.5 
20. Perceptions of 
evaluator's 
behavior during 
observations. 55 @ NS 
21. Perceptions of 
frequency of 
teacher 
evaluation. 55 @ NS 
22. Perceptions of 
feedback of 
evaluation 
results. 55 @ NS 




results. 55 @ NS 
24. Perceptions of 
training 
evaluators. 55 NS 
@ = These correlations 
NS = Not Significant 
** = Significant 
were not significant 
Summary 
The analysis of data proposed to determine if there was 
a relationship between teachers and principals, experience, 
qualification, position and gender. 
A total of twenty-two teachers, seven heads of 
department, one assistant/vice principal, four college/ 
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university instructors and twenty principals responded to the 
survey. A detailed explanation of the research findings, 
conclusions, recommendations appear in chapter 6. 
CHAPTER VI 
FINDINGS, CONCLUSIONS, IMPLICATIONS, RECOMMENDATIONS 
AND SUMMARY 
Findings 
The purpose of this section is to present the findings in 
terms of hypotheses presented in chapter 3. This study 
focused on the perceptions of black high school teachers and 
principals toward performance teacher evaluation. 
The population consisted of twenty-two teachers, seven 
heads of department, one assistant/vice principal, five 
college/university instructors and twenty principals. 
Correlation analysis (Pearson r) was used to analyze data 
collected from the questionnaire to determine the degree of 
relationship, if any, between the variables. 
Items one through six on the questionnaire are 
demographic information, and seven through thirty-two were 
classified under preconference, observation, post-conference 
and policy. 
Items 7, 9, 10, 12, 15 and 19 were on preconference. 
Items 8, 13 and 14 were on observation. Items 18, 19 and 20 
were on post-conference and items 16, 17, 21, 22, 23, 24, 25, 
26, 27, 29, 30, 31, and 32 were on matters of policy. 





For hypothesis one, the findings indicate that years of 
teaching experience was found to be significantly related to 
perception. Persons with more experience disagreed with the 
joint orientation, while persons with less experience tended 
to favor this approach. 
Finding 2 
For hypothesis thirteen, the findings indicate that 
position was found to be significant. The finding is 
interpreted to mean that as positions become higher the 
respondents believe that teachers be told decrease. 
Finding 3 
For hypothesis nineteen, the findings indicate that 
gender was found to be significantly correlated with the 
perception of whether teachers should know the factors on 
which they should be evaluated. Females tended to favor 
informing teachers while males tended not to favor this. 
Conclusions 
The conclusions based on the analysis of the data 
gathered through this study could be drawn as follows: The 
research found that teachers and principals were supportive of 
a more democratic evaluation process, where principles of 
clinical supervision are employed. One explanation for this 
could be that the respondents were black educators from the 
high schools. Therefore, it may be assumed that the findings 
of this study cannot be generalized to other populations. 
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Implications 
The findings of this research hold important implications 
on the perceptions of black high school teachers and 
principals in South Africa. There was a significant 
relationship between experience, position and gender. 
People with more years of teaching experience had a 
different view of the joint orientation with the principal. 
They did not favor this approach while teachers with fewer 
years of teaching experience favored the approach. 
The classroom teachers were concerned about being told 
about the time of evaluation, but as the position became 
higher the interest to be told decreased. 
Teachers wished to be told on what factors they are to be 
evaluated on. Females tended to favor informing teachers, 
while males tended not to favor this. The study suggests that 
even males should inform teachers of factors they are to be 
evaluated on. 
Recommendations 
Based on the findings of this study, it is recommended 
that: 
1. A study be conducted to determine and analyze the 
principals' perceptions of teacher evaluation 
process, and compare it with the teachers' 
perceptions of the teacher evaluation process. 
2. Regular workshops be conducted to all teachers in 
the school on teacher evaluation. 
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Summary 
The purpose of this study was to determine the 
perceptions of black high school teachers and principals 
toward performance teacher evaluation. The design of the 
study involved twenty-two teachers, seven heads of department, 
one assistant/vice principal, four college/university 
instructors and twenty principals randomly selected from rural 
and urban black high schools in South Africa. The Pearson r 
correlation coefficient was employed to analyze the data. The 
level of significance was set at .05. 
Based on the findings, it was recommended that a study be 
conducted to determine and analyze the principals' perceptions 
of teacher evaluation process, and compare it with the 
teachers' perceptions of the teacher evaluation and that 
regular workshops be conducted to all teachers in the school 






152 Vine St., S.W. 
Apt. #6 
Atlanta, Georgia 30314 
January 28, 1993 
Dr. Claudette Williams 
412 Ranger Passage 
Alpharetta, GA 30202 
Dear Dr. Williams: 
I am a Master of Arts student at Clark Atlanta University, Department of 
Educational Leadership. I am in the process of writing my thesis. My research is 
entitled: "The Perception of Black High School Teachers Toward: Teacher 
Performance Evaluation in South Africa." 
I hereby request permission to replicate the questionnaire you designed for your 
research on: "The Perception of Secondary School Teachers, Principals and 
Education Officers of the Administrative Procedure, Content and Use of a Teacher 
Performance Evaluation Instrument for Jamaican Schools," dated December 1990. 
I am interested in using Questionnaire 2 on pages 201-205. Kindly allow me to adopt 
it and modify it for my use in a South African situation. 




February 5, 1993 
Mr. Meehleketo Khosa 
152 Vine St., S.W. 
Apartment #6 
Atlanta, G A 30314 
Re: Letter of Introduction 
Dear Educator, 
I am a Master of Arts Students at Clark Atlanta University, Department of 
Educational Leadership. I am in a process of collecting data for my thesis. My 
research study is titled: The Perceptions of Black High School Teachers and 
Principals Toward Teacher Performance Evaluation in South Africa. You are being 
asked to participate in this exercise to help provide vital information to this topic. 
To that end, you are asked to complete all items on the attached questionnaire and 
return within a seven day period. The data collection will be used for research 
purposes only. You, as a member of the sample population will not be identified. 
All completed questionnaires will be treated as confidential materials. Please 
respond as accurately and honestly as you can, and use the responde modes indicated 
for each item. 








Please check ( ) the response which best reflects your answer. 
1. In which of the following schools are you employed? 
a) Junior Secondary   
b) Senior Secondary/High School   
c) Other, please specify   
2. For how many years have you taught? 
a) 1-2+ years   
b) 3-5 + years 
c) 6-10+ ears   
d) 11-15 y r    
e) over 15 ears   
3. For how many years have you been in your present position? 
a) 1-2+ years   
b) 3-5+ r    
c) 6-10+ years   
d) 11-15 r    
e) over 15 years   
4. Which of the following best describes your educational qualifications? 
a) College Trained   
b) Pre-trained Graduate   
c) Trained Graduate   
d) Pre-trained Postgraduate   
e) Trained Postgraduate   
f) Specialist   
5. Which of the following positions do you presently hold? 
(Please check ONE response). 
a) Classroom teacher   
b) Principal   
c) Vice-Principal   
d) Head of Department   






DIRECTIONS: Circle one answer choice using the code below. 
SA - Strongly Agree D - Disagree 
A - Agree SD - Strongly Disagree 
U - Undecided 
7. Should teachers be required to take part in an orientation 
program to inform them about the evaluation of teachers? SA A U D SD 
8. Should principals be required to take part in an orientation 
program to inform them about the evaluation of teachers? SA A U D SD 
9. Should principals and teachers attend the same performance 
evaluation orientation program? SA A U D SD 
10. Should teachers know the factors on which they will be 
evaluated? SA A U D SD 
11. Should teachers be told the time at which they will be 
evaluated? SA A U D SD 
12. Should teachers and their evaluators plan for the 
evaluation together? SA A U D SD 
13. Should the evaluator interrupt the teacher during the 
evaluation observation? SA A U D SD 
14. Should the evaluator interrupt the student during the 
time the class is being evaluated? SA A U D SD 
15. Should the teacher know the method of scoring which will 
be used by the evaluator in the evaluation observation? SA A U D SD 
16. Should teacher performance evaluation take place more 
than once per year? SA A U D SD 
17. Should the teacher have a choice of evaluation instrument 
which should be used to evaluate him or her? SA A U D SD 
18. Should the teacher receive immediate feedback from his or 
her evaluator on his/her performance? SA A U D SD 
19. Should the teacher be able to object to any aspect of his/ 
her performance evaluation? SA A U D SD 
20. Should be teacher be told the rating that he/she has 
received for his/her evaluation? SA A U D SD 
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21. Should the teacher know what will happen if the evaluator 
views the performance as unsatisfactory? SA A U D SD 
22. Should evaluators be trained? SA A U D SD 
Please check ( ) the appropriate response 
23. Which of the following should evaluate a teacher’s 
performance (you may check more than one response)? 
a) Students 
b) Peer Teachers 
c) Heads of Departments 
d) Principals 
e) Assistant Principals 
f) The teacher himself or herself 
24. Which of the following methods should be used to 
evaluate a teacher’s performance (you may check more 
than one response)? 
a) Observation 
b) Interviews 
c) Student Achievement 
d) Self Rating Scales 
25. How long should the actual evaluation process last 
(please check ONE response)? 
a) 15-20 minutes 
b) 20-25 minutes 
c) 25-35 minutes 
d) A class period 
26. Which of the following would facilitate easier rating 
in a performance evaluation exercise? 
a) Coded response sheets 
b) Narrative reports 
c) Both coded responses and narrative response 
27. Which of the following would give the most accurate 
information on the performance evaluation exercise? 
a) Coded rating sheets 
b) Narrative reports 
c) Both coded and narrative reports 
d) Neither coded or narrative reports 
e) Other, please specify  
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28. What should be done with the teacher’s performance evaluation 
report (you may check more than one response)? 
a) A copy should be placed on the teacher’s local 
file 
b) A copy should be given to the teacher 
c) A copy should be placed on the teacher’s file 
in the Ministry of Education 
d) The report should not be retained 
29. For which of the following purposes should the evaluation 
report be used (you may check more than one response)? 
a) Promotions 
b) Permanent appointment 
c) Firing 
d) Staff development 
e) Salary increases 
f) Reference/recommendation 
g) Achievement recognition 
h) Other, please specify  
30. Which of the following teachers should be evaluated for 
performance (please check ONE response)? 
a) All teachers 
b) Probationary /temporary teachers only 
c) All teachers except department heads 
d) All teachers except senior teachers 
31. Which of the following should administer the evaluation 
instrument (you may check more than one response)? 
a) Students 
b) Teachers 
c) Heads of Departments 
d) Assistant Principals 
e) Principals 
32. Which of the following should analyze the collected data 
(you may check more than one response)? 
a) Classroom teacher 
b) Principal 
c) Heads of Department 
d) Assistant Principal 
e) Other, please specify  
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